DOCUMENT RESUME 



ED 413 538 



CE 075 284 



TITLE 



INSTITUTION 

REPORT NO 
PUB DATE 
NOTE 

AVAILABLE FROM 



PUB TYPE 
EDRS PRICE 
DESCRIPTORS 



IDENTIFIERS 



Job Corps. Need for Better Enrollment Guidance and Improved 
Placement Measures. Report to the Chairman, Subcommittee on 
Human Resources, Committee on Government Reform and 
Oversight. House of Representatives. 

General Accounting Office, Washington, DC. Health, 

Education, and Human Services Div. 

GAO/HEHS- 98 - 1 

1997-10-00 

75p. 

U.S. General Accounting Office, P.O. Box 37050, Washington, 
DC 20013; fax: 202/512-6061; e-mail: info@www.gao.gov; 
http://www.gao.gov (first copy free; additional copies $2 
each; 100 or more: 25% discount). 

Reports - Evaluative (142) 

MF01/PC03 Plus Postage. 

Disadvantaged Youth; Eligibility; * Employment Programs; 
Enrollment; Federal Legislation; Federal Programs; High 
School Equivalency Programs; Job Placement; *Job Training; 
Postsecondary Education; Program Effectiveness; Program 
Improvement; ^Public Agencies; * Public Policy; Tables 
(Data) ; Vocational Education 
department of Labor; *Job Corps 



ABSTRACT 



The General Accounting Office (GAO) interviewed national and 
regional Job Corps officials and conducted site visits to 14 Job Corps 
outreach, admissions, and placement contractors for two purposes: to 
determine whether the Department of Labor's (DOL's) policy guidance on Job 
Corps eligibility was consistent with legislation and regulations and to 
collect information on contractors’ practices in enrolling individuals for 
the program and in placing them in jobs after they leave Job Corps. Job 
Corps' policy guidance for 2 of the 11 eligibility criteria was deemed 
ambiguous and incomplete. Several participant characteristics were found to 
be significantly related to the likelihood of remaining in the program for at 
least 60 days. It was recommended that the DOL use those characteristics to 
design outreach efforts or establish priorities among eligible applicants. 
(Fifteen tables/figures are included. Appendixes constituting approximately 
50% of this document contain the following: information about the study's 
scope and methodology; the DOL's Job Corps eligibility criteria; the DOL's 
Capability and Aspirations Assessment Tool; analysis of the relationship 
between participant characteristics and the likelihood of remaining in Job 
Corps for at least 60 days, data supporting the reported figures; comments 
from the DOL; and GAO contacts and staff acknowledgments.) (MN) 
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United States 

General Accounting Office 

Washington, D.C. 20548 



Health, Education, and 
Human Services Division 

B-272492 

October 21, 1997 

The Honorable Christopher Shays 
Chairman, Subcommittee on Human Resources 
Committee on Government Reform 
and Oversight 
House of Representatives 

Dear Mr. Chairman: 

Job Corps is an employment and training program that is aimed at 
providing severely disadvantaged youths with a comprehensive array of 
services, generally in a residential setting. Job Corps is one of the few 
remaining federally administered training programs. The Department of 
Labor contracts with private and nonprofit organizations to (1) recruit and 
enroll individuals in the program, (2) operate its 109 centers throughout 
the nation, and (3) place program participants in jobs or additional 
training upon termination from the program. 1 About $1 billion a year is 
appropriated for Job Corps, and it serves about 68,000 youths. However, 
about one-quarter of the participants leave the program after a short 
time — many of them expelled for disciplinary reasons. 

In your continued interest in the Job Corps program, you asked us to 
provide you with information on Job Corps recruitment and placement 
contractors. Specifically, the objectives of our study were to determine 
(1) whether Job Corps’ policy guidance regarding eligibility criteria is 
consistent with the legislation and regulations, (2) how the use of 
recruiting contractors could be improved to increase participant retention 
in the program, and (3) how the use of placement contractors could be 
improved to enhance positive outcomes. 

In carrying out our work, we met with Labor officials and reviewed 
Labor’s eligibility policy guidance in relation to applicable statutes and 
regulations. We analyzed national data on the characteristics of program 
participants and early dropouts enrolled during program year 1995. 2 We 
also analyzed program retention data and placement results for each 
outreach, admission, and placement contractor during program years 1994 
and 1995 to identify contractors that had higher and lower retention or 



Placement is defined as getting a job, entering the military, returning to school, or entering another 
training program. 

2 A program year begins on July 1 of a year and ends on June 30 of the following year. A program year is 
designated by the year in which it begins. Thus, program year 1995 began on July 1, 1995, and ended on 
June 30, 1996. 
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placement performance. From among these, we selected 14 contractors to 
visit — 2 that did only outreach and admissions, 1 that provided only 
placement services, and 11 that performed outreach and admissions 
functions and placement functions — to obtain detailed information on the 
processes used to admit applicants into Job Corps and place them upon 
their leaving the program. We also interviewed Job Corps participants at 
three centers to learn about their experiences when they were recruited 
for the program and to obtain their views about the enrollment process. 
(App. I contains a more detailed discussion of our scope and 
methodology.) 



Results in Brief 



Job Corps’ policy guidance for 2 of the 11 eligibility criteria was 
ambiguous and incomplete, which has led to an eligibility determination 
process that fails to follow the requirements of the law and program 
regulations. Under Job Corps’ enabling act and its regulations, program 
participants must be from an environment so characterized by cultural 
deprivation, a disruptive homelife, or other disorienting conditions as to 
impair the applicant’s ability to successfully participate in other education 
and training programs. However, regarding this environmental criterion, 
Job Corps’ Policy and Requirements Handbook (1) did not provide 
definitions of key terms to describe “other disorienting conditions,” such 
as “limited job opportunities,” and (2) limited eligibility to factors that do 
not include “cultural deprivation,” an environmental factor specified in the 
law. Further, Labor has not provided adequate guidance regarding another 
eligibility requirement — that participants have the capability and 
aspirations to complete and secure the full benefits of Job Corps. Without 
complete and unambiguous guidance, outreach and admissions 
contractors may not be enrolling those who are most appropriate, under 
the act and regulations, for the program. 

We used two ways to identify how outreach and admissions contractors 
could target the recruitment and selection of participants to those more 
likely to stay in and benefit from Job Corps. In our visits to several 
outreach and admissions contractors, we found that those with higher 
retention rates followed procedures aimed at identifying applicants with 
the commitment and motivation to remain in and benefit from the 
program. And in our analysis of participant characteristics, we identified 
certain characteristics significantly related to the likelihood of remaining 
in the program for at least 60 days. Labor could use some of these 
characteristics to design outreach efforts or to establish priorities among 
eligible applicants. In addition, this information may be useful to Labor 
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should it decide to undertake an effort to improve the retention rate for 
participants with characteristics associated with leaving the program 
within 60 days of enrollment. 





Although Job Corps is a performance-driven program and Labor uses 
performance measures to make decisions on placement contractor 
renewal, we found that two of the measures Labor used were not 
meaningful and, thus, Labor did not have the information it needed to 
accurately assess the performance of placement contractors. We found 
that the placement measure held contractors responsible for placing 
individuals who may have received little or no benefit from the program or 
who demonstrated behavior that normally would be unacceptable to most 
employers. In addition, the job-training match measure did not accurately 
portray the extent to which participants obtained jobs related to their 
vocational training because of the wide latitude placement contractors 
have in deciding whether a job is related to the training received and the 
creativity contractors used in recording the occupational titles of the jobs 
obtained. 

One aspect of placement contractors’ operations associated with better 
performance was having staff solely responsible for placing Job Corps 
participants. The seven contractors we visited that had higher placement 
rates (over 73 percent) had staff solely responsible for placing Job Corps 
participants. Most of these contractors were also responsible for managing 
Job Corps centers or had placement staff located at Job Corps centers. In 
contrast, four of the five contractors having lower placement rates had the 
same staff responsible for performing outreach and assessment as well as 
placement; none had placement staff located at the Job Corps center. In 
addition, three of the contractors we visited were state employment 
service agencies that provided services to Job Corps participants similar to 
those provided to regular employment service clients. As a result of their 
concern about performance, in the past 2 years Labor has not renewed 12 
of the 18 contracts with state employment service agencies. 


Background 


Job Corps was established as a national employment and training program 
in 1964 to mitigate employment barriers faced by severely disadvantaged 
youths. Job Corps enrolls youths aged 16 to 24 who are economically 
disadvantaged, in need of additional education or training, and living in 
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disorienting conditions such as a disruptive homelife. 3 Students may enroll 
in training programs throughout the year and progress at their own pace. 

Job Corps provides participants with a wide range of services, including 
basic education, vocational skills training, social skill instruction, 
counseling, health care, room and board, and recreation. The program 
offers vocational skills training in areas such as business occupations, 
automotive repair, construction trades, and health occupations. 
Participation in Job Corps can lead to placement in a job or enrollment in 
further training or education. It can also lead to educational achievements 
such as attaining a high school diploma and skills in reading or 
mathematics. 

Job Corps is unique in that, for the most part, it is residential. About 
90 percent of the youths enrolled each year live at Job Corps centers and 
are provided services 24 hours a day, 7 days a week. The premise for 
boarding participants is that most come from a disruptive environment 
and, therefore, can benefit from receiving education and training in a 
different setting in which a variety of support services are available around 
the clock. 

Job Corps operates in a very structured and disciplined environment. For 
example, established daily routines must be followed, as must specific 
rules and regulations governing such areas as acceptable dress and 
behavior. Furthermore, Job Corps participants must have permission to 
leave the Job Corps center grounds, and participants “earn” home leave, 
which must be approved before being taken and can be denied for a 
number of reasons such as failure to follow a center’s rules of conduct. 

Job Corps typically employs residential staff to oversee dormitory living 
and security staff for the safety and well-being of its participants. The 
program recently implemented a “zero tolerance” policy for violence and 
drugs. This policy includes a “one-strike-and-you’re-out” provision for the 
most serious violent or criminal offenses as well as for drug violations. 

Job Corps currently operates 109 centers throughout mainland United 
States, Alaska and Hawaii, the District of Columbia, and Puerto Rico. Most 
states have at least one center, and several states have four or more 



3 Although the act includes 14- and 15-year-old youths in the age criteria, Job Corps regulations provide 
that youths 14 and 15 years of age may be eligible “upon a specific determination by the program 
director to enroll them/ 
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